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The purpose of the study was to evaluate job satisfaction of teachers in the Durban central area. 
A literature review was completed that evaluated the job satisfaction theories and the factors 
impacting job satisfaction.  This was followed by an empirical investigation. A quantitative study 
was conducted in which teachers filled out a structured interview questionnaire.  The survey was 
completed by one hundred and fifty five respondents, comprising six schools from the Durban 
central area. Three ex-Model C schools and three ex-House of Delegates schools were surveyed. 
 
This research found that teachers are somewhat satisfied with their jobs.  The educators 
responded to the following factors in answering the survey, Workload allocated to teachers, 
gratification received from educating learners, resources provided to learners, teacher-learner 
ratio etc. The study also compared the job satisfaction of teachers in ex Model C schools versus 
the ex-House of Delegates schools.  It was found that teachers in the ex-Model C schools were 
more satisfied, as compared to the ex-House of Delegates counterparts. The study compared the 
job satisfaction of state employed staff versus those in governing body positions and identified 
factors in order to improve the level of job satisfactions of teachers. The study revealed that 
educators in governing body posts show higher levels of job satisfaction as compared to 
educators employed by the Department of Education. 
 
Remuneration increases were identified as one of the main factors to increase the level of job 
satisfaction. Other factors included decreasing the amount of administrative tasks and increasing 
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OUTLINE OF STUDY 
1.1 Overview of the study 
This chapter presents an overview of the research studywhich indicates the purpose thereof. The 
problem statement which explains the issues facing teachers will then be presented.  The 
research aims and objectives of this study have been presented below. The structure of the 
research is also presented in order to provide the reader with a bird’s eye view of this study. This 
chapter subsequently ends with concluding remarks. 
1.2 Background of the study 
The teaching profession has been identified as one of the most stressful professions to be in 
(Sindhi, 2013). Stress, remuneration, increased workloads, conflicts with supervisors has been 
identified as one of the factors affecting the level of job satisfaction amongst educators. 
Educators that are not satisfied with their jobs may not perform their jobs to their full potential 
which may thus affect the quality of education received by the learner (Dehaloo, 2011). This in 
turn may affect the pass rates of learners at the different level.  As a result, this study will 
evaluate the level of job satisfaction amongst educators and suggest recommendations in order to 
increase the level of job satisfaction. 
During the apartheid era, the former ‘white’ schools were privileged to better working conditions 
as compared to the former ‘non-white’schools. South Africa has undergone twenty years of 
democracy, with this time frame passed this study will compare the level of job satisfaction 
between ex-House of Delegate schools (former ‘non-white’ schools) and ex-Model C schools 
(former ‘white’ schools). 
1.3 Motivation of the study 
Teachers play an important role in society as they play a key role in developing future leaders.  
Over the last fifteen years there have been numerous strikes by educators employed bythe 
Department of Education.  There has been limited research on job satisfaction amongst teachers.  
As the researcher attended school in the Durban central area, the motivation was thus to evaluate 
the job satisfaction of teachers in this area. 
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1.4 Purpose of the study  
The purpose of this study was to investigate the level of job satisfaction of teachers in the 
Durban central area. 
The study evaluated the level of job satisfaction in the Durban central area and highlighted action 
plans that can be taken to increase the level of job satisfaction of teachers in the Durban central 
area. 
1.5 Problem statement 
Teachers are key to the nation’s future. Education plays a vital role in developing the future 
leaders. It is thus important that the proper building blocks are in place to ensure that learners 
receive a good education. Job satisfaction of teachers has been a widely discussed topic in the 
media and among teachers. In comparison to other sectors, teachers have disputed the 
remuneration, perks and working conditions provided to them (Dehaloo, 2011). Dehaloo (2011) 
further stated thatthe Department of Health provides scarce skills and rural allowances, while 
individuals employed by the Department of Safety and Security receive night duty allowances to 
compensate them for their services offered. Teachers, however, are not entitled to these perks. 
Issues like this, together with lack of resources, poor working conditions, etc. has led to a 
decreased level of job satisfaction among teachers. This research study has investigated whether 
teachers in the Durban central are satisfied with their jobs, the findings of this study are 
presented in this dissertation. 
1.6 Aims and objectives of the study 
The aim of the study was to investigate the level of job satisfaction of teachers in the Durban 
central area. The objectives of the study have been formulated as follows: 
• Determine what factors contribute to job satisfaction 
• Establish whether teachers are satisfied in their jobs 
• Compare job satisfaction in ex House of Delegates (HOD) schools with ex-Model C schools 
• Compare job satisfaction of state employed staff with governing body employed staff 




The research questionsare: 
• What are the factors contributing to job satisfaction? 
• Are teachers satisfied with their jobs? 
• Are ex House of Delegates (HOD) schools more satisfied with their jobs as compared with 
ex-Model C schools? 
• Are state employed staff more satisfied with their jobs as compared to the governing body 
employed staff? 
• What can be done to increase teacher job satisfaction? 
1.7 Outline of the study 




Table 1.1: Structure of the study 
Chapter Description 
Chapter One This chapter indicates the purpose of the study, which is to investigate the level of 
job satisfaction of teachers in the Durban central area.  The problem statement is 
highlighted, which is subsequently followed by the objectives of this study. 
Chapter Two Chapter Two indicates the literature review which highlights job satisfaction in 
schools, including South African schools. The theories supporting job satisfaction are 
also discussed, such as Maslow’s Hierarchy of Needs Theory, etc. 
Chapter Three Chapter Three discusses research methodology. This chapter highlights the aims and 
objectives of the study, the type of study and the data collection methods.  The 
chapter also explains validity and reliability, and the ethical considerations that have 
been taken into account for the study. 
Chapter Four This chapter presents the results of the data collected. The data that has been 
analysed is explained. Information on the demographic profile of the teachers is 
presented and analysed. The remaining balance of the results is presented in 
reference to the objectives of the study. 
Chapter Five This is the final chapter, which provides a summary of findings, recommendations to 
increase the level of job satisfaction among teachers, limitations of the study, as well 
as suggestions for future research. 
 
1.8 Summary 
This study aimed at evaluating the level of job satisfaction among teachers in the Durban central 
area. The first chapter has highlighted the aims and objectives of this research study and 
provided a bird’s eye view as to the structure. The next chapter discusses job satisfaction among 
teachers and specifically job satisfaction in South African schools. The chapter also explains the 
different theories surrounding job satisfaction, such as McClelland’s Theory of Needs, Adams’ 









Happy and satisfied workers are productive workers; happy workers are workers that are 
satisfied with their jobs (La Mer, 2015). Job satisfaction has many definitions – according to 
Locke (1976), it is defined as “the pleasurable emotional state resulting from the appraisal of 
one’s job as achieving or facilitating the achievement of one’s job values” and “the extent to 
which people like or dislike their jobs” (Spector, 1997). Further, Spector (1997) lists 14 general 
aspects of job satisfaction, including: appreciation, communication, co-workers, fringe benefits, 
job conditions, nature of the work, organisation, personal growth, policies and procedures, 
promotion opportunities, recognition, security, and supervision.According to Hill (2015), some 
of the factors affecting job satisfaction are: 
Opportunities for Advancement: Employees are more satisfied if they see opportunities for 
growth in the organisation, as this in turn will result in increased remuneration. 
 
Workload and stress: Increased levels of workload come about as a result of deadlines and an 
increase in the volume of work.  As a result, the satisfaction levels decrease. 
 
Relationships with supervisors:Some employees yearn for praise from their 
managers/supervisors as they want to feel recognised for their hard work, which results in 
satisfaction. 
 
This literature review covers the theories of job satisfaction and provides insight on job 
satisfaction in schools, and specifically South African schools. In addition, it also explains the 
different theories supporting job satisfaction 
2.2 Job satisfaction in schools 




Teachers encounter many challenges in the workplace which result in low job satisfaction 
(Richmond, 2014); these include low remuneration, disruptive students, high pupil to teacher 
ratio, etc. The Organisation for Economic Cooperation and Development (OECD) conducted 
surveys among teachers in the United States (US); the study found that the main reason for 
unhappiness/discontentment among teachers was that only 34% of teachers in the US found that 
their work was appreciated by society. This can lower one’s self-esteem, with the result that 
teachers may not want to put in an ‘extra effort’. 
Learners may not obtain the full benefits of education when teacher job satisfaction levels are 
low, or when teachers are disgruntled with their jobs or working conditions (Woldon, 2014). Job 
satisfaction amongst teachers should be an important topic of concern not only for Departments 
of Education, but also for learners, parents, and society. The factors affecting job satisfaction are 
remuneration, working conditions, professional development, and gender, age, etc. (Njiru, 2014). 
Poor working conditions include lack of essential teaching materials, lack of sufficient resources, 
e.g. laboratory equipment, and poor infrastructure such as insufficient lighting, no air 
conditioners, etc. Continuing professional development is linked to job satisfaction. Continuing 
professional development provides opportunities for teachers to develop professional 
competence, and thus increase the quality of education. Continuing professional development is 
imperative, especially for teachers as there are frequent changes in the profession, e.g. 
curriculum changes etc.  Continuous professional development enhances the skills of educators, 
thus allowing them to be more efficient in their roles. 
Before 1994, the South African education system was divided along cultural lines, namely 
white’s and non-whites. After the 1994 elections, South Africa could finally embrace democracy. 
In education, this resulted in several legislative changes and the development of several new acts 
(Dehaloo, 2011) such as the elimination of particular subjects from the syllabus. 
Due to tribulations presently experienced by teachers at mainstream schools, such as work 
pressure, lack of support, low remuneration etc, their level of job satisfaction is at its lowest 
(Dehaloo, 2011). There are different factors that contribute either optimistically or 
pessimistically on a teacher’s job satisfaction.  
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While small salaries are often cited as a factor contributing to lower levels of job satisfaction, the 
opposite could also be true; this means that the gratification from teaching learners may be a 
source of profound job satisfaction (Strydom, 2012). Factors affecting job contentment in South 
Africa are working conditions, financial rewards, relationships with colleagues, etc. (Dehaloo, 
2011).  
According to Dehaloo (2011), working relationships with co-workers can increase the level of 
job satisfaction. Further, educators have a desire for personal goals and accomplishment, and 
thus look forward to understanding and support between each other. Poor working conditions 
refers to the lack of necessities, such as projectors, electricity, basic infrastructure, students 
exceeding the quota limit in classrooms, etc., which impact negatively on job satisfaction. 
2.3 Theories supporting job satisfaction 
There are several theories which explain job satisfaction, coupled with intensive research around 
this topic. 
2.3.1 Maslow’s Hierarchy of needs theory 
Maslow’s theory states that individuals are motivated to attain certain needs. When a need is 
satisfied, an individual will fulfil the next one and so on. “Maslow described the individual as an 
integrated and organic whole motivated by needs that are hierarchical – unfulfilled lower needs 
dominate thinking and behavior until they are satisfied. Once satisfied, the next level dominates 
or is expressed in everyday life”– Gorman (2010). Figure 2.1 illustrates the different levels of 
needs. Needs that are to the bottom end of the triangle are to be fulfilled first prior to proceeding 
onto the higher levels. 
Maslow used the terms “physiological, safety, belonging, esteem and self-actualisation” to 
describe the pattern that human motivations generally move through (Maslow, 1943). Steere 
(1988) highlighted that Maslow's Hierarchy of Needs Theory is triangle shaped with 






Figure 2.1: Diagram indicating Maslow’s Hierarchy of needs theory 
Source: Adapted from Kendra Cherry (2015), Maslow’s Needs Hierarchy 
 
Physiological needs comprise hunger, thirst, shelter, sex and other needs associated with the 
continued existence of the individual and the species. Physiological needs are considered 
necessities, and thus individuals will focus on achieving this first.  The next item in the hierarchy 
rank is safety/security and protection from physical and emotional harm. Social/belonging needs 
include the need for love, acceptance and friendship. This need is satisfied when individuals feel 
secure in their relationships and able to face any potential threats. Esteem needs relate to an 
employee’s self-esteem and self-respect. They include the need for self-confidence, 
independence, freedom, recognition, appreciation and achievement. The need for self-
actualisation is when all previously mentioned needs are met and employees spend focus on 
maximizing opportunities to the best of their potential. Self-actualisation needs then become 
important, but difficult to attain until all lower order needs are fulfilled. 
From a job satisfaction point of view, once teachers have satisfied their physiological needs they 
will move onto the next need. Esteem needs will mean that teachers are feeling appreciated for 









This can be accomplished by a promotion, or even by learners voicing their appreciation to the 
teacher. 
2.3.2 McClelland’s need theory 
McClelland’s Need Theory is a motivational model that explains how the need for achievement, 
power, and affiliation has an effect on the actions of people from a managerial perspective. He 
believed that culture played a role in how people viewed their jobs and lives (Peerbhai, 2006). 
The theory was developed after Maslow's Hierarchy of Needs Theory in the 1940s. McClelland 
affirmed that we have three needs of motivation which is independent of age.  These are gender, 
race, or culture. Individuals are driven by life experiences and the opinions of their culture. 
Need for Affiliation – People who display the need for affiliation will focus more on relationship 
building in the workplace. They will feel satisfied when they are complimented in the workplace. 
Individuals mostly adhere to fitting into the work culture in the organisation.  
Need for Power – This need arises from an individual’s aspiration to influence, motivate and 
encourage others. 
Need for Achievement – The individual seeks achievement and likes to accomplish challenging 
goals. They require feedback on their achievement and growth. 
This theory is applicable to teachers as they are individuals who form part of a team. They long 
for association to this team (i.e. work colleagues) with whom they share a strong working 
relationship that is based on confidence and trust (Dehaloo, 2011). While McClelland affirmed 
that the three types of motivation is independent of age, gender, race or culture, Pinder (2008) 
stated that most of his evidence relates to males; and thus in his opinion the theory fails to 
address gender differences. The diagram below indicates different levels of motivation. 
 
 
Figure 2.2: McClelland’s need 
Source: Peerbhai (2006), Job satisfaction at IT SMEs in Durban
2.3.3 Hertzberg theory: Hygiene and motivation
Yaseen (2013) claimed that there are two factors of motivation; these are hygiene factors and 
motivator factors. 
If the motivator factor of that individual is achieved, e.g. his/her hard work is rewarded by 
obtaining a promotion; this then makes him/her a satisfied person in their job (job satisfaction). 
Motivator factors comprise of earnings, recognition and need fo
satisfaction has numerous parts; these include the amount of work that is significant for 
individuals, remuneration paid, and opportunities for growth for individuals.
 
Stello (2011) felt that the correlation between job satisfaction and motivation was low. A study 
was conducted that evaluated the job attitudes and measured it to the job performed. It was 
thereafter seen that his research project showed similarities to He
different methods and a different population.  It was concluded that there was generalisability in 
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Figure 2.3:  Job satisfaction model 
Source: Adapted from Redmond (2015) 
 
Vecchio (2000) compared Herzberg’s theory with Maslow’s Hierarchy of Needs Theory and 
concluded that while the hygiene factors reflect common characteristics to Maslow’s theory, 
these are not common at the lower hierarchy level. Motivators are built-in factors that influence 
satisfaction and hygiene factors are extrinsic variables that must be met to prevent dissatisfaction 
(Ivancevich, Konopaske and Matteson, 2008). Govender (2013) claimed that hygiene factors do 
not result in dissatisfaction, nor does it result in satisfaction. He further stated that hygiene 
factors do not inspire individuals, and only motivating factors, e.g. higher remuneration result in 
increased motivation. This will be compared to the equity theory. 
2.3.4 Adams’ theory 
While the Hertzberg theory evaluates the factors affecting job satisfaction and dissatisfaction, the 
equity theory says that an employee will contrast himself/herself with another individual in a 
similar position in the company, in order to decide if he/she is being treated equally (Adams, 
2014). 
Employee Dissatisfaction   Employee Satisfaction 
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If the employee/individual they are comparing themselves to is treated similarly to them, then the 
person feels they are being treated fairly and hence feel more motivated in their job. This is 
illustrated in Figure 2.4 below. If differences are seen, the person may find the situation 
inequitable and may be inclined to address the unfair treatment (Peerbhai, 2006). This in turn 
affects job satisfaction, because if someone is not being treated equally then they would not be 
satisfied in their job, and may even alter the perception of themselves as illustrated in Figure 2.4. 
 
Figure 2.4: Diagram illustrating the equity theory 
Source: Al-Zawahreh (2012) 
 
Huseman, Hatfield and Miles (1987) concluded that the findings behind the propositions of the 
equity theory took place in laboratory settings, and thus one may question the suitability to real-
world scenarios. Individuals may recognise equity/inequity not only in terms of the particular 
inputs and outcomes, but in terms of an overarching system that determines inputs and outputs. 
Thus, in the workplace, teachers may feel their remuneration is equitable compared to other 







2.3.5 Expectancy theory 
Victor Vroom’s expectancy theory is a motivation theory which indicates a correlation between 
performances and rewards (Patrick, 2008). In order to improve the performance in an 
organisation, managers should engage in systems that link the reward structure close to 
performance. Holdford (2008) claimed that management should ensure that the rewards given 
are earned and sought by the recipients.
 
He further stated that managers should communicate and engage in training in order to link 
performance with training, thus employees will be aware that the increased effort would lead to 
better performance. In summary, the theory highlights self-interest in the alignment of rewards 
with employee’s wants. 
Vroom’s expectancy theory is different to Maslow, Alderfer, Herzberg, and McClelland in that it 
does not indicate the motivating factors for individuals (Lunenberg, 2011). As an alternative, it 
states that employees will behave in a certain way as they are motivated to choose one behavior 
over another because of the outcome. From a management point of view, the expectancy theory 
has significant implications for motivating employees, in that it identifies numerous important 
things to inspire employees by changing the person’s effort-to-performance expectancy and 
performance-to-reward expectancy (Luneberg, 2011). 
2.3.6 Dispositional theory 
Staw, Bell and Clausen (1986) suggested that the dispositional theory implies that employees 
vary in their tendency to be satisfied with their jobs. This means that job satisfaction is to some 
degree an individual characteristic.According to this theory, workers who like the job that they 
are doing at one particular point in time will be inclined to like the work that they may be doing 
at another time, even if the work is different. Figure 2.5 below illustrates the dispositional 
theory. If one possesses the qualities of self-efficiency, self-esteem and locus of control, this 
will in turn increase job satisfaction. On the other hand, if one has neuroticism, this will 








Figure 2.5: Dispositional theory 
Source: Abdelal (2015) – Attitudes and Job Satisfaction, Organisation Behavior 
 
2.3.7 The value theory of job satisfaction 
Govender (2013) claimed that “the value theory of job satisfaction suggests that job satisfaction 
depends primarily on the match between the outcomes that individual’s value in their jobs and 
their perception about the availability of such outcomes. This theory argues that almost any 
factor can be a source of job satisfaction as long as it is something that an employee values”. For 
example, if a working teacher most values flexible working hours in a job, this will result in an 
increased level of job satisfaction in their role. The next paragraph indicates the factors 
impacting on job satisfaction. 
 
Individual belives about his performance.
Individual believes about his value.
Individual believes that he has control over his own life.








Four Core Self-Evaluations 
              Job satisfaction 
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2.4 Factors impacting on job satisfaction 
There is a correlation between job satisfaction and motivation, organisational commitment, 
performance and turnover. These in turn have an impact on the efficiency of the organisation 
(Peerbhai, 2006) Studies have indicated that high levelsof satisfaction results in a stronger 
commitment to the organisation (Tomažev, 2014). The factors influencing job satisfaction are 
presented below. 
2.4.1 Gender 
Research indicates a correlation between the satisfaction of a job and the gender of an individual. 
Semykina (2013) claimed that for women, job satisfaction is positively linked to extrinsic and 
intrinsic rewards. For men, job satisfaction is positively correlated to extrinsic rewards. For men, 
there is also a link between job satisfaction and a particular reward which is stronger if the 
reward is desired, e.g. obtaining a promotion to Head of Department. Uysal and Magnin (2011) 
also found that there were differences in job satisfaction between genders in the hotel industry. 
However, older studies indicate that there were no differences in job satisfaction between men 
and women. Previously the job satisfaction of men was higher than females, however due to 
employment opportunities that subsequently favored females this has changed (Benton and 
Halloran, 1991). DeVaney and Chen (2003) stated that for gender, job satisfaction is dependent 
upon the position that the employee holds in the organisation. For instance, women in a 
profession, such as accountants or social work, etc., were less satisfied in their jobs as compared 
to males. On the other hand, Shapiro and Stern (1975) found that non-professionals had lower 
levels of job satisfaction compared to professionals. Bellou (2010) found that employee gender 
and age persuades the way that the organisational values affect their job satisfaction. This 
contradicts McClelland’s Need Theory which states that motivation is independent of gender, 
age, etc. 
2.4.2 Age 
There have been differences in the correlations between age and job satisfaction (Spector, 1996). 
Some of these studies are presented below. Haupt (2010) indicated that there is no correlation in 
job satisfaction between younger and older individuals.  
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Although both younger and older individuals rank the association with their work colleagues as 
being poor, age does not have an influence on the effects of the work being done. Benian (1992) 
claimed that there is a correlation between an individual’s career age and career stage, and that 
there are different levels of satisfaction between the two. Generally, if one is working in a 
company for a long time, it may imply that they are satisfied in their job. However, some could 
argue that the very same individuals are in a comfort zone. Being in a comfort zone can mean 
that they are satisfied with their job. In a survey which formed part of the Gallup-Healthways 
Well-Being Index (Burks, 2015), it was found that 87.5% of the 62 000 survey respondents were 
pleased with their jobs. It further found that job satisfaction among senior citizens in the US 
peaked at that level, with 95% of seniors stating that they were satisfied with their work. The 
survey concluded that job satisfaction usually increases with age. On the other hand, Bouman 
(2011) found a correlation between younger workers and job satisfaction as compared to older 
ones. His study incorporated intrinsic and extrinsic work attributes. 
2.4.3 Race 
The workforce in general is becoming more diverse. Due to the global recession, individuals are 
moving to different cities and different countries to work. Strydome (2012), in a study, found 
considerable differences in the standard job satisfaction results (intrinsic, extrinsic and general) 
for the different races. Intrinsic factors are determined by a person’s motivation and can include 
non-monetary acknowledgment for work done; extrinsic factors include the following: work 
environment, supervision and working conditions. Strydome also claimed in the study, that most 
of the black teachers worked at rural schools and thus had little or no support at their schools, 
which resulted in low levels of job satisfaction. Black individuals may be working in a rural area 
with not much support. On the other hand, Ying Xue (2014) found moderate differences in job 
satisfaction between racial and ethnic groups. Job satisfaction also varies from country to 
country. In the Better Life Index’s 2014 survey, it was revealed that people who reside in 
Switzerland have the highest level of job satisfaction. It also cited that nations with high 
unemployment rates have low levels of job satisfaction. Age does not seem to have a significant 
effect on job satisfaction. Franěk (2014) found that there is low job satisfaction among 
individuals in public/governmental organisations. Further, he also found that there is low job 




Oktug (2014) identified three types of tenure (position held); namely organisational, job tenure 
and working for the current line manager. Organisational refers to the number of years worked at 
an organisation, job tenure means for how long an individual has worked at an organisation.  The 
third type refers to the individual working/reporting to a particular line manager. He found that 
organisational and job tenure (also tenure working for current line manager) is positively 
correlated to the job satisfaction of employees. Strydome (2012) found that there were no major 
differences in the number of years of service and the level of job satisfaction. On the other hand, 
Clark, Oswald and Warr (1996) and Gardner and Oswald (2001) claimed that in the initial 
months of employment (tenure at an organisation), job satisfaction is high; thereafter there is a 
decrease in job satisfaction during the first year of service. 
Ercikti (2011) highlighted in his study that the demographic which made the most difference to 
job satisfaction was the number of years worked at an organisation. In this study, he found 
individuals who just started working at the organisation having higher levels of job satisfaction, 
as compared to individuals with more years of experience. We can thus see that there are 
inconsistent conclusions reached with regard to job satisfaction and the number of years worked 
at a company. 
2.4.5 Working conditions 
Employees spend a great deal of their time in the work environment every day, thus it is 
imperative for organisations to optimise working conditions. An example is to provide 
large/open work areas rather than cramped ones, good lighting and comfortable workstations, 
training, etc. (Hill, 2011). This in turn gives rise to favorable work conditions. Providing 
productivity tools, such as upgraded information technology, helps employees accomplish tasks 
more efficiently and contributes to job satisfaction as well. In the manufacturing environment, 
the training should be focused on increasing safety awareness, e.g. education on the importance 
of protective gear (Buble, 2006). 
Bakotić (2013), investigated the level of job satisfaction of workers working in ‘normal working 
conditions’ versus those working in ‘difficult working situations’.  Normal conditions are not 
impacted by factors such as working in a mine, etc.  
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His study also found that difficult working conditions are caused by external factors, including 
climate, temperature, moisture, fire, poor lighting and other factors that are considered 
hazardous.  His study revealed that the level of job satisfaction between these two situations were 
similar.   
Jain (2014) researched the level of satisfaction with working conditions at a company in the food 
industry.  His study revealed that, employees are satisfied with:  work environment, duties and 
responsibilities, refreshment and recreation facility, grievance handling procedure, fun at 
workplace, and health and safety facility. Jain (2014), in his study, found that workers were 
partially satisfied with the working conditions of the organisation researched. The reason they 
were partially satisfied was that they were happy with the environment that they worked in; 
however, they were not happy with the workload and overtime. 
2.4.6 Opportunities for growth 
Edward (2000) said that promotion “is a shifting of an employee for a job of higher significance 
and higher compensation”. Promotions reward employees for meeting the goals of an 
organisation; one can say it ensures that individual goals are achieved and that these are aligned 
to organisational goals (Lazear and Rosen, 1981). Rosen (1982) cited the deciding issue for the 
position of any person in the hierarchy is his skills/talent; the more talent the individual has in 
the organisation, the higher his position will be. Promotion results in remuneration changes for 
wage employees.  (Murphy,1985). 
Pergamit and Veum (1989) recognised that if an employee feels there is a great chance of them 
being promoted, then their job satisfaction will also be high. Khan and Mishra (2013) also found 
a moderate correlation between opportunities for growth in an organisation and job satisfaction. 
They further elaborated that characteristics, such as period worked at a company, talent and 
skills, are the determinants of promotion and has a moderate effect on increasing the job 
satisfaction level of an individual. Individuals perceive the executives to be encouraging in 
working their way up the organisation. Management aims to promote employees within the 




Wan, Sulaiman, and Omar (2012) stated that if employees perceive opportunities for growth in 
an organisation to be fair, then they are more likely to be loyal to the organisation, have the 
benefit of career contentment, execute better, and subsequently not have any aims to leave the 
organisation. Mustapha and Zakaria (2013) claimed that opportunities for growth have a positive 
relationship with job satisfaction, while Luthans (2008) stated that promotion has a variable 
impact on job satisfaction. The reason is that the remuneration factor differs depending on the 
level of promotion. For example, a promotion that results in a 15% change in remuneration may 
not bring as much satisfaction as compared to a 20% remuneration increase. Quarles (1994:180) 
claimed that if the policies governing promotions are deemed inequitable, individuals may 
experience job dissatisfaction. 
2.4.7 Workload and stress 
Rehman (2012) said, “Stress is the body’s reaction to a change that requires a physical, mental or 
emotional adjustment or response. Stress can come from any situation or thought that makes one 
feel frustrated, angry, nervous or anxious. Stress is caused by an existing stress-causing factor or 
stressor”. He further claimed that previous research has pointed out the harmful effects of 
increased workloads. Today, companies are cutting down on staff, re-structuring, etc., which 
may increase the level of stress experienced by employees. Rodgers (2012) claimed that 
individuals, whose workload was increasing, experienced increased job-related stress as well as 
decreasing job satisfaction. On the other hand, Rehman (2013) noted in her study that an increase 
in workload did not decrease the level of job satisfaction. In her sample, employees demanded 
additional workload as this had a direct impact on the remuneration of the individual. One could 
argue that this could be unique to the environment worked in. ‘Role ambiguity’ is another aspect 
that affects job stress in the workplace. Beehr et al. (1976), Cordes and Dougherty (1993) and 
Cooper (1991) claimed that ‘role ambiguity’ occurs when an individual lacks knowledge on their 
role. There is a lack of information about how role requirements are to be met, and the evaluative 
measures available to make certain that the role is being performed effectively. Jackson and 
Schule (1985) claimed that ‘role ambiguity’ resulted in stress, unhappiness and hopelessness. 




Bhatti (2013) found that individuals will work in companies where they feel more content and 
motivated in their roles. 
2.4.8 Respect for co-workers/friendship 
Many employees spend a great portion of their time at work. Lee and Junghoon (2011) stated 
that friendships between co-workers are frequently formed at work. He further stated that 
research from previous studies have indicated that workplace friendship has a range of positive 
implications for both workers and organisations. Workplace friendships result in increased 
communication, reverence, securities and confidence among workers (Lee and Junghoon, 2011). 
These worthwhile benefits have significant implications for the workers’ job-related outcomes. 
Dotan (2007) claimed that employees who have developed trust with fellow colleagues will have 
higher levels of job satisfaction. Trust can be developed by seeking assistance and advice. In 
addition, workers in friendships are likely to go the extra mile in providing their colleagues with 
assistance, guidance and suggestions on a variety of issues, e.g. work, social, family etc.  
(Hamilton, 2007).  Fine (1986) stated that relationships with co-workers increased support and 
resources that in turn assisted workers to achieve their tasks, decrease work stress, and provide 
increased communication, collaboration, and vigor. 
2.4.9 Respect for supervisors 
Gazioglu (2013) suggested that a strong management-employee relationship is essential in any 
organisation – in order to increase performance of an organisation, workers must feel engaged. 
Tansel (2013) stated that in any company/business the major roles consist of supervising and 
delegating which assists in achieving the goals of the organisation. He also claimed that there are 
lower levels of job contentment in large companies. Poor supervisory relationships at large 
organisations may result in a lower level of job satisfaction in employees.  This results in 
decreased output.  Positively cultivating relationships between employers and employees will 
increase their satisfaction as well as increase efficiency and reduce resignations from taking 
place. Newstrom (2000) highlighted that a supervisor’s role is to provide a connection between 
the workers and the management. In addition, the supervisor may pass on some fundamental 
skills that are necessary to master the job. Josias (2005:56) identified three dimensions of 
supervisory style that influence job satisfaction. 
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One is worker centeredness, which is measured by the amount of special interest and care shown 
by the supervisor toward the worker. It is normally done in ways such as asking how the 
employee’s family, etc. are doing, providing guidance and support to the worker, and 
communication with the worker on a personal as well as on a business level. The second 
dimension is contribution or influence, confirmed by supervisors who allow their workers to 
engage in decisions that have an effect on their own jobs. The third dimension is the employee’s 
insight of whether they make a difference to their supervisor and their organisation. In most 
cases this results in greater job satisfaction. It is also vital for supervisors to recognise and 
compensate for good work (Govender, 2013:15). 
2.4.10 Financial rewards 
According to Heathfield (2012), remuneration is defined as a set amount of funds or payment 
made to an employee by an organisation/company in exchange for labour performed. The 
compensation system plays a significant role in determining an employee’s level of job 
fulfilment (Mustapha, 2013). If workers believe they are not remunerated well, a state of 
emotional discontentment will arise. This emotional discontentment will increase and mount up 
over time, thus making workers miserable and disgruntled working for the organisation. Millán 
(2011) claimed that for both workers and those that are self-employed, increased remuneration 
increases the chances of being fulfilled with the type of work being done. As per Bozeman and 
Gaughan (2011), the idea of being remunerated well is the one that predicts job satisfaction. 
Mustapha (2013) stated that financial compensation has a positive association with job 
satisfaction. She found this data helpful in evaluating the job satisfaction among academics. 
Research has indicated that compensation offered by organisations influence how workers’ feel 
about their jobs for the company that they work for (Lincoln and Kallerberg 1990). Various 
studies affirm relationships between remuneration and the satisfaction received from customers 
(Rust, et al. 1995; Zeithaml, et al. 1996). The satisfaction level of remuneration is dependent on 
the equality and fairness on how it is allocated, rather than the actual amount of remuneration 
(Spector, 1996:226). This means that individuals who take home a lower salary may be more 
content with their remuneration as compared to individuals in the higher income bracket 
(assuming that the remuneration is fair).  
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As a result, satisfaction with remuneration is determined by how an individual’s salary correlates 
to other individuals in the same industry or someone doing the same task, rather than to 
individuals in general (Peerbhai, 2006). Inequality and discrepancies may lead to dissatisfaction 
and grievances (Moodley, 2013). 
Teacher’s remuneration has always been contentious issue and currently still is. It is seen to be a 
major barrier in the teacher industry that is frustrating them, and reducing the number of 
individuals entering the industry (Dehaloo, 2011:58). 
2.5 Leadership 
“Effective leadership and employee job satisfaction are two factors that have been regarded as 
fundamental for organisational success. A capable leader provides direction for the organisation 
and leads followers towards achieving desired goals” (Voon, 2011). 
Riaz (2010) claimed that the idea of leadership begins with the exclusive focus on the theory of 
“Great Man”. This theory assumes that leaders are not made, but are born. Further, they have 
natural traits; which means that they cannot be made. He further highlighted that research done 
in earlier years highlights the general traits that separate leaders from followers. On the other 
hand, a study by the “Leadership Quarterly” highlights those individuals are born with specific 
DNA genes that enable them to have leadership qualities (Wigmore, 2013). Nordmeyer (2015) 
identified the following characteristics that born leaders have, they are: goal setting, motivating, 
uniting and renewal. These characteristics enable them to achieve goals, manage people, set the 
tone of the organisation, etc. 
Subsequently leadership theories were centred on behavioural traits. There is another school of 
thought on situational theories. Stogdill (1974) claimed that leadership qualities arise  when 
individuals are placed in situations that involve a group of people, and that one may display 
leadership qualities in one particular situation while not another.  Other studies that highlight that 
traits are contingent upon the situation at hand, for example a leader may display honesty with a 
spouse, however not with a colleague (Curphy, 1996). 
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There are merits for situational leadership; the ‘round-robin design methodology’ is used to 
evaluate whether leaders portray leadership traits in different scenarios (Kenny and Zaccaro, 
1983). 
2.5.1 Transformational leadership 
A transformational leader is an individual who teaches and inspires (transforms) supporters to 
achieve astonishing outcomes (Robbins and Coulter, 2007). 
Krishnan (2005) stated that the transformational leadership style entices individuals to achieve 
more than their full potential. Further, it results in transforming the individual’s feelings, values 
and aims for a particular task based on the individual’s aptitude (Northouse, 2009). 
Warrilow (2012) highlighted four components of transformational leadership style: 
Charisma: The level to which the leader acts in commendable ways and exhibits particular traits. 
The leader also has a set of values and presents himself as a role model for the followers. 
Inspirational motivation: The level at which the leader displays a vision that appeals to and 
inspires the supporters with hopefulness about future prospects, and offers insight for the present 
responsibilities at hand. 
Intellectual stimulation: The level at which the leader challenges theories, teaches and motivates 
ingenuity in the followers – they can do this by providing a structure for individuals to see how 
they connect it. 
Personal and individual attention: The level at which the leader attends to the person’s needs – 
further they act as a guide/mentor and are grateful for the worker’s contribution to the team. This 
increases the individual’s level of fulfilment and in turn inspires them to achieve more. 
Odumeru (2013) cited weaknesses in the transformational leadership theory. These include: the 
ambiguity with its influences and processes – the theory does not explain the variables between 
transformational leadership and positive work outcomes. 
There are also omissions of transformational behaviour from the initial/original leadership 
theory, including inspiring developing and empowering. 
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2.5.2 Transactional leadership 
Tale (2010) cited 3 aspects of transactional leadership: 
‘Contingent rewards’: It is communicated that there is a reward system in place. Workers are 
thus promised something in return for meeting their goals. 
‘Active management-by-exception’: Leaders will scrutinise and analyse the situation, in order to 
identify mistakes. They apply remedial action once the problem takes place. 
‘Passive management-by-exception’: The leader reacts once the error has taken place. It is 
methodical and not recommended as they may be reacting when it is too late. 
2.5.3 Role of leadership in job satisfaction 
Vigoda and Cohen (2003) highlighted that the satisfaction from a job and the style of the leader 
can enhance the relationship between workers and leaders. Previous work by Lorber and Skela 
Savic (2012) indicated a positive relationship between job satisfaction and leadership style in the 
nursing industry. Ghorbanian (2012) highlighted that among dissimilar leadership styles; only 
the transformational and transactional styles indicated a positive correlation with job satisfaction. 
Long (2004) claimed that individuals who worked under the guidance of managers with a 
laissez-faire leadership style had a low level of job satisfaction; however, those individuals 
working with transformational leaders had the highest level of job satisfaction.  
Other research has indicated the existence of a positive correlation between transformational 
leadership and job satisfaction (Walumbwa, 2005). Northouse (2009) claimed that 
transformational leadership creates a link that increases the motivation levels of workers’; 
individuals who display transformational styles can assist employees in achieving their full 
potential. Further, he stated that transactional leadership is more of a bartering system between 
leaders and workers. Figure 2.6 below indicates the differences between transformational and 
transactional leadership. Both result in job success and career satisfaction, however, the 














Figure 2.6: Diagram highlighting the differences in transformational and transactional 
leadership 
Source: Adapted from Riaz (2013-3) 
2.6 Summary 
There is a saying that happy employees (high satisfaction) are productive employees (Wallop, 
2015). Productive employees’, work towards ensuring that the goals of the companies are met. 
In this chapter, job satisfaction theories were discussed. This chapter explained the history of job 
satisfaction, the theories that support job satisfaction and the sources of job satisfaction. Job 
satisfaction is also influenced by age, gender, race, number of years worked at an organisation, 
etc. It is evident from the literature that there are different theories available to assess whether 
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The literature review that was presented in Chapter two highlighted the need to evaluate the level 
of job satisfaction of teachers in the Durban central area. This chapter highlights the research 
methodology and steps used. Further it presents the research methods selected for this study, and 
also briefly explains the ethical considerations that were taken into account. 
3.2 Aims and objectives 
The aim is usually part of the research question, which follows from the research problem.  From 
this, further in depth questions may arise (Nandkumar, 2013). The aim of the study was to 
evaluate the level of job satisfaction of teachers in the Durban central area. The objectives of the 
studywere to: 
• Determine what factors contribute to job satisfaction/dissatisfaction 
• Establish whether teachers are satisfied in their jobs 
• Compare job satisfaction in ex House of Delegates schools with ex-Model C schools 
• Compare job satisfaction of state employed staff with governing body employed staff 
• Identify what needs to be done to increase teacher job satisfaction 
3.3 Type of study 
In a causal study, the researcher is investigating the factors that result in the problem. As a result, 
the researcher is able to state that variable x causes variable y. In order to establish a causal 
relationship, the following must be met: The ‘independent and dependent variable’ should co-
vary; the ‘independent variable’ (also known as a predictor variable) should come first beforethe 
‘dependent variable’.  An explanation detailing why variable x caused variable y is 
required.(Sekaran, 2014). 
 
Where one isin the process of identifying 
correlation study is conducted (Sekaran, 2014
the research problem of this study.
3.3.1 Types of study 
There are four types of studies, namely 
is explained further in Figure 3.1
Figure 3.1:Four types of study 




• Undertaken where the researcher is unsure of the precise nature of the 
problem.
Descriptive
• Undertaken in order to describe the characteristics of the variables.
• The researcher must have some knowledge of the variables
Hypothesis
• Undertaken to explain the nature of certain relationships or to predict 
outcomes.
Case studies
• Undertaken where contextual analysis is needed to understand matters 
relating to similar situations in other organisations.
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A descriptive study was undertaken as the characteristics are known and the intent was to study 
them clearly. The job satisfaction of teachers was evaluated in the Durban central area; in 
addition we also recommend ways to increase the job satisfaction of teachers’ in the Durban 
central area 
3.4 Approach 
There are two types of approaches, namelyquantitative and qualitative. Quantitative approaches 
incorporate the use of distributing questionnaires to the target population, the output data is 
analysed mathematically.  Qualitative approaches, incorporate methods such as unstructured 
interviews, case studies etc.(Sekaran and Bougie, 2014). 
The methodsabove are dependent on the type of study undertaken.  The two types of studies are 
descriptive or exploratory studies.  Explorative studies are studies where there is little 
information known about the research area while descriptive studies is research that describes the 
respondents in a particular way (Sekaran and Bougie, 2014).A quantitative approachwas selected 
for this study, as a questionnaire was incorporated in which the data was analysed. 
3.4.1 Population 
Sekaran and Bougie, (2014) explain‘population’ as the full set of people, events, or things that 
the researcher desires to investigate. A population frame is a listing of all the essentialsmaking 
up the population from which the sample is chosen.The population of interest in this study 
consisted of teachers employed at schools in the Durban central area. This area was selected as 
the researcher attended the high school in this area, and saw a need to evaluate the constraints 
facing educators in 2015.  Schools in the Greyville, Berea and Overport area have been defined 
as part of the Durban central. As per the South African Comprehensive schools resource 
directory, there are thirteen schools located in this area. 
From this a sample of six schools were selected, this consisted of a population size of 
approximately 228 educators. Six schools were selected as this represented almost half of the 
schools in the Durban central area.The sample consisted of the former exModel C schoolsand 
schools under the previous House of Delegates. These schools now form part of the Department 




“Sampling is the process of selecting items from the population such that the sample 
characteristics can be generalized to the population. Sampling involves both design choice and 
sample size decisions” (Sekaran and Bougie, 2014). This studyevaluated the level of job 
satisfaction of teachers in the Durban central area.  No sampling was done as the survey method 
was used.  All the participants were part of the study. 
3.6 Data collection 
The survey consisted of all teachers employed in the six schools located in the Durban central 
area.Data was obtained using primary sources. Primary data refers to first-hand information 
obtained by the researcher for the specific purpose of the study (Sekaran and Bougie, 2014).  
The data represented in this study is primary.  The below table indicates the advantages and 
disadvantages of some of the data collection methods. The survey’s were hand delivered to the 
school principal, who in turn distributed them.  This was done so that it did not affect the 
teaching schedule. 
Table: 3.1:Pro’s and cons of the differentdata collection methods 
Data collection method Pro’s Cons 
Interviews Helps to understand complex/difficult 
issues.  Provides rich data 
Interview bias may take place 
Can be time consuming 
Questionnaires Feedback is obtained quickly 
Inexpensive 
 
Individuals many not respond to 
e-mailed questionnaires 
Observation Complex issues can be comprehended.   
Rich data is obtained 
Expensive method 
Source: Adapted from Sekaranand Bougie (2014)Research Methods for Business  
From an administration and cost point of view, the administration of questionnaires is an 





3.6.1 Description and purpose of instrument 
While the questionnaire is self-administered, thefavored approach would have been tosend the 
questionnairelink electronicallyto the respondents, however, as some teachers did not have 
access to the internet, the best method was to print out the questionnaire and have the teachers 
fill them in. Postal questionnaires would have been inefficient due to time constraints; in addition 
there is also a risk of questionnaires getting lost via post. 
 
3.6.2 Construction of the instrument 
The instrument should be designed to focus on the following aspects; incorporating the wording, 
planning of issues and the general appearance of the questionnaire itself(Sekaran and Bougie, 
2014). 
The keyaspects of wording are the following: suitability of the content of questions, the way in 
which the questions are worded as well as the complexity of the language used, the type and 
structure of questions asked, the sequencing of the questions and the private data sought from the 
respondents.The questionnaire was structured to gather data from teachers in the Durban central 
area which would assist in answering the research question as well as the objectives identified in 
Chapter two of the literature review. The questionnaire was designed to follow a logical flow. 
Table 3.2 presents the research objectives and Question numbers.  Each question has been linked 
to the research objective of this study. 
Table: 3.2: Questions being linked to research objectives 
Section Objective Question number 
1 Demographic details 1, 2, 3, 4, 5, 6, 7, 8 
2 Determine what factors contribute to job 
satisfaction/dissatisfaction  
10, 14, 21, 24, 28, 29,33 
3 Establish whether teachers are satisfied in their jobs 9, 12,22, 25, 17 
4 Compare job satisfaction in ordinary schools with ex-
Model C schools 
13,  15, 16,18, 26, 20, 32 
 
5 Compare job satisfaction of state employed staff with 11, 23, 27,19 
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governing body employed staff 
6 Identify what needs to be done to increase teacher job 
satisfaction 
30, 31, 35, 36, 21, 34 
As per Table 3.2, the questions have been linked to each of the research objectives in order to 
provide reasonable assurance in answering the research question, which is:Are teachers in the 
Durban central area satisfied with their jobs? 
Utilising the cross tabulation function within Question pro, the researcher was able to analyse the 
responses between the different categories, e.g. Model C schools, ordinary schools etc. 
3.7Validity and reliability 
The test of validity and reliability must be met; this is part of the research process. Validity and 
reliability must address the objectives of the study. 
3.7.1 Validity 
Validity ensures that one is measuring the concept that is being studied. Validity has three broad 
headings, namely content validity, criterion-related validity and construct validity (Sekaran and 
Bougie, 2014). 
i) Content validity ensures that there aresufficient and representative items that tap the concept. 
“The more the scale items represent the domain or universe of the concept being measured, the 
greater the content validity” (Sekaran and Bougie, 2014). 
ii) Criterion-related validity is when the measure differentiates persons on a criterion it is 
expected to predict. It is focused on the ability of the questions to make precise predictions. 
iii) Construct validity refers to how well the results achieved from the measure shape the theories 
around which the test is designed. 
Content and construct validity was taken into account for this study as follows: Comments and 
discussions on this researchwere obtained from the supervisor of this study regarding the 
objectives, the results from the study etc., and senior teachers. The responses to the questionnaire 
addressed the aims and objectives of the study, thus meeting the requirements for validity. The 




Sekaran and Bougie (2014) described reliability as the “consistency and stability of the 
measuring instrument”.The two generalmethodsusedto assess reliability are “test re-test and 
internal consistency tests”. 
 
 
These consist of: 
 
1) “Test re-test is a way of establishing the stability of the measuring instrument by correlating 
the scores obtained through its administration to the same set of respondents at two different 
points in time 
2) Internal consistency is the homogeneity of the items in the measure that tap a construct”. 
(Sekaran and Bougie, 2014). 
3.8 Pre-testing the questionnaire 
The purpose of pre-testing questionnaires is to obtain the rationale and reasoning behind 
therespondents response.  This will ensure that the researcher can precisely assess whether the 
survey is being filled out correctly and whether the questions in the survey are understood by the 
individuals answering the questionnaire. In addition, the questions analyse whether the 
respondents understand what is being asked. Pre-testing also assists in evaluating whether the 
respondents are ready to provide the relevant information (Office of the Auditor-General of 
Canada, 2007). 
In pre-testing, the respondents should actually fill out the questionnaire by marking the relevant 
option to the question asked. A suggestedmethod is to give the questionnaire as a 
dialogue/interview, asking for explanation of answers and clearing up any confusion regarding 
questions along the way. Results can be obtained by having a post-questionnaire discussion. 
Another popular method is to have respondents voice their opinionsaloud as they answer (Office 
of the Auditor-General of Canada, 2007). The questionnaire was pre-tested with a senior member 
in the education industry.  Pre-testing of the questionnaire was done amongst five teachers who 
were not part of the study.  The questionnaire was properly articulated. 
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3.9 Administration of the instrument 
The last stage is coordinating and managing the distribution of thequestionnaire. It is imperative 
that the ethical codesare adhered to in the data collection phase (Sekaran and Bougie, 2014).  
Respondents signed the informed consent form in which they gave their authorisation to 
participate in the questionnaire. This study was administered via questionnaires handed over to 
the identified schools.  
Prior to data collection, the researcher obtained permission to collect the questionnaires on 
certain dates. A covering letter informed respondents about the study and encouraged 
theirparticipation. The researcher maintained a register of all questionnaires handed over to the 
schools. Participants were given approximately a week to complete the questionnaire, and were 
fetched at agreed upon times from the schools.  Follow up enquiries was also made with the 
relevant schools to track the status of the questionnaires. 
3.10 Ethical considerations 
A letter indicating permission to conduct researchwas obtained from the Head of Department: 
Education Province of KwaZulu-Natal(Annexure 1). It is also a requirement to obtain ethical 
clearance.  The ethical clearance letter contains the protocol reference number, project title, and 
the level of approval that has been granted for the research. It further states that any alterations 
must be reviewed and approved through a modification letter. An ethical clearance letter was 
obtained from the ethics committee.  Confidentiality was limited at all times; no participant’s 
names were given. 
3.11 Conclusion 
This chapter presented the research processes as well as the steps involved in research 
methodology.  The four types of studies were explained, as well as the reasoning why the 
researcher has selected a descriptive study.   The various data collection methods were presented, 
together with the pros and cons of the different data collection methods.  The research objectives 
were thereafter linked to particular questions.  The chapter also documented how ethical 
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standards were adhered too as part of the research process. This chapter also provided insight on 
the ethical clearance letter itself. The next chapter presents the results of the surveys, further the 





RESULTS AND DISCUSSION 
 
4.1 Analysis and interpretation of results 
The results of the survey are indicated and presented in this chapter. Theyare presented in two 
aspects, namely the demographic profile and the results from each objective. Six schools were 
surveyed from the Durban central area, for confidentiality purposes the names of the schools are 
not mentioned. The six schools consisted of three schools which were previously classified as 
part of the ex-House of Delegates, and three which are model C schools. 
Of a total population of 228teachers, 155 respondents answered this survey. This represented a 
completion rate of 68%. The data is presented next, graphically and in a table format, in order to 
make it easy to understand.Schools located in the Greyville, Berea and Overport have been 
defined as part of the Durban central area.  As per the South African Comprehensive Schools 
Resource directory there are thirteen schools located in this area, from this a sample of six 
schools were selected to participate in the survey. All the data was analysed using Question pro, 
the data that has been presented has been obtained using the cross tabulation analysis within 
Question pro.  The mean and standard deviation were obtained by utilising Microsoft Excel. 
4.2 Objective 1: Demographicprofile of respondents 
Table 4-1 reflects the demographic profile of the respondents. The data indicated that the 
majority of educators (78%) in the Durban central area are Female.  Further 50% (13% + 37%) 
of respondents have over 16 years of teaching experience, thus indicating a high level of loyalty 
in the profession. This is also correlated by the fact that the majority of respondents are 40 years 
and older.Furthermore, the majority of the respondents (76%) possess aBachelor’s Degree, 







Table4. 1: Demographic profile of respondents 
Demographic Information         
n=153 Frequency Percentage 
Q1     
Gender     
Male  33 22% 
Female 120 78% 
Q2     
Age     
Less than 20 years  3 2% 
Between 20 and 29  33 21% 
Between 30-39  32 21% 
Between  40-49  years  38 25% 
Between  50-59  years  40 26% 
60  years and older 8 5% 
Q3     
Number of years of service     
< 5 years  39 25% 
6-10 years  20 13% 
11-15 years  18 12% 
16-20 years  20 13% 
Greater than 20 years 58 37% 
Q4     
Current Position     
Teacher  129 84% 
Head of Department  16 10% 
Deputy Principal  6 4% 
Principal 3 2% 
Q5     
Employer:     
Department of Education  115 76% 
Governing body post 37 24% 
Q6     
Race     
African  18 12% 
Coloured  5 3% 
Indian  105 68% 
White 26 17% 
Q7     
Employment type:     
Permanent  140 90% 
Temporary  11 7% 
Part time  1 1% 
Substitute 3 2% 
Q8     
My highest teaching qualification 
is:     
Teaching certificate  5 3% 
Teaching Diploma  31 20% 
Bachelor’s Degree  61 40% 
Honors 46 30% 
Masters  7 5% 




4.3 Presentation of results against the objectives 
The data has been analysed against the objectives of this study. The mean and standard deviation 
of the responses was calculated using Microsoft Excel.  These were calculated using a rating 
scale of 1-5 for Question 10-21, and a rating scale of 1-3 for Question 22-35.  Respondents were 
given the opportunity to rate their overall job satisfaction in their jobs in Question 9.  This was 
based on a rating of 1-4, with 1 indicating that they are very dissatisfied with their job and 4 
indicating that they are very satisfied or somewhat satisfied with their jobs. 
4.3.1 Objective 2: Determine what factors contribute to job satisfaction/dissatisfaction 
In this objective, 7 statements have been evaluated for all schools in order to ascertain the factors 












































Resources provided, eg projectors etc 
Very satisfied  42% 
Satisfied  38% 
Neutral  11% 
Dissatisfied  8% 
Very dissatisfied 1% 
Q14 Result 
Relationship with learners 
Very satisfied  43% 
Satisfied  44% 
Neutral  9% 
Dissatisfied  3% 
Very dissatisfied 0% 
Q21 Result 
Recognition received for work done 
Very satisfied  18% 
Satisfied  30% 
Neutral  28% 
Dissatisfied  13% 
Very dissatisfied 11% 
Q24 Result 
I am satisfied with the level of support given by my supervisors 
Agree  75% 
Neutral  20% 
Disagree 5% 
Q28 Result 
There is teamwork and collaboration in my school 
Agree  66% 
Neutral  26% 
Disagree 8% 
Q29 Percentage 
There is joint decision making opportunities in my school 
Agree  47% 
Neutral  32% 
Disagree 21% 
Q33 Percentage 
Security provided by my school is adequate 
Agree  64% 




Question 10: Overall the majority of educators were satisfied with the resources (working 
conditions) provided at schools. A small percentage (8%) was dissatisfied, and 1% was very 
dissatisfied.  This finding is consistent with Jain (2014) and Hill (2011), they found a correlation 
between the level of job satisfaction and working conditions of employees working in an 
organisation. 
Question 14: The majority of respondents were either very satisfied (43%) or satisfied (44%) 
with their relationship with learners. This is due to the high level of discipline in the schools. 
Question 21: The majority of respondents were very satisfied/satisfied with the recognition 
received for work done (48%) followed by 28% that were neutral on this topic. Further 24% of 
the respondents were very dissatisfied / dissatisfied with the recognition received. 
Question 24: A overwhelming majority of the respondents (75%) were satisfied with the level of 
support from their supervisors.  Supervisors consist of Heads of Departments, Deputy Principal’s 
and the Principal. 
Question 28: This indicated that 66% of respondents agreed that there was teamwork and 
collaboration in schools as compared to 26% that were neutral on this topic. Dehaloo (2011) 
stated that teachers long for an association to a team, whom they can share a strong working 
relationship that is based on confidence and trust. 
Question 29: This indicated that 47% of respondents agreed that there were joint decision 
making opportunities in the school, while 32% were neutral on this topic. 
Question 33: The respondents agreed (64%) that the security provided by the school was 
adequate, as compared to 26% that were neutral on this topic. 
In summary, the results indicated high satisfaction levels with resources, support received from 
supervisors etc.  On the other hand, educators feel that they did not receive adequate recognition 
for their work done, which is evident by the majority that were neutral, dissatisfied or very 
dissatisfied with this.   
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4.3.2 Objective 3: Establish whether teachers are satisfied in their jobs 
In order to establish whether teachers were satisfied in their jobs, five statements were posed in 
which they rated their satisfaction.  The findings has been presented in Table 4.3  It was found 
that Questions 9, 12 and 17 reflected means of 3.24 or higher thus indicating that the majority of 




Table4.3:Data analysis for objective 3 
Q9 Result 
I am:   
Very satisfied with my job  38% 
Somewhat satisfied with my job  51% 
Somewhat dissatisfied with my job  9% 
Very dissatisfied with my job 2% 
Mean 3.24 
Standard Dev. 0.83 
Q12 Result 
Workload allocated to me   
Very satisfied  25% 
Satisfied  42% 
Neutral  22% 
Dissatisfied  5% 
Very dissatisfied 6% 
Mean 3.75 
Standard Dev. 0.71 
Q17 Result 
Gratification from educating learners   
Very satisfied  39% 
Satisfied  39% 
Neutral  13% 
Dissatisfied  5% 
Very dissatisfied 4% 
Mean 4.03 
Standard Dev. 0.88 
Q22 Percentage 
I am  familiar with the vision and mission of 
the Department of Education   
Agree  77% 
Neutral  19% 
Disagree 5% 
Mean 2.72 
Standard Dev. 1.22 
Q25 Percentage 
I have considered leaving my job   
Agree  32% 
Neutral  22% 
Disagree 45% 
Mean 1.87 
Standard Dev. 0.30 
 
Question 9: Overall, most of the  respondents were somewhat satisfied with their jobs.  Only 2% 
of the respondents were very dissatisfied with their jobs, while 9% were somewhat dissatisfied 
with their jobs. 
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Question 12:  The mean for this question was 3.75 thus indicating that the educators were 
satisfied with the level of workload allocated to them.  This could be due to an adequate number 
of educators in the school thus allowing for the workload to the distributed evenly. This finding 
is consistent with Rehman (2013) who stated that an increase in workload did not decrease the 
level of job satisfaction. 
Question 17: The majority of the educators were very satisfied with the gratitude received from 
learners.  Only 9% of the educators were very dissatisfied or dissatisfied. This is consistent with 
the research of Strydom (2012), who stated that, there is a correlation between the gratification 
received from educating learners and job satisfaction. 
Question 22: This question was based on a rating scale of 1-3. Most of the respondents were 
aware of the vision and mission of the Department of Education and thus aware of the strategic 
goals of the department which is aligned to this. 
Question 25: This question indicates that 45% would not consider leaving their job while 22% 
were neutral on this topic. This could becorrelated with the strong loyalty of teachers as indicated 
in the demographic profile, i.e. 13% possess 16-20 years of experience while 37% have more 
than 20 years of experience. 
Overall the majority of educators were satisfied in their jobs, which were indicated by high 
means for most of the questions, e.g. 89% of the respondents were very satisfied or somewhat 
satisfied with their jobs.  However, 54% of the participants agreed or were neutral on whether 
they considered leaving their jobs. 
4.3.3 Objective 4:Compare job satisfaction in ordinary schools with ex-Model C schools 
The researcher compared between ordinary schools (Ex-Hod) schools with ex-Model C schools. 
Seven statements were evaluated for this objective, the results of which are reflected in Table 
4.3. 
Question 13: Both schools showed favorable results.  This is indicated by a mean of 4.25 and 
above for both school types. The educators in the ex-Model C schools are very satisfied (57%) 
with the relationship with fellow colleagues as compared to 40% in the ex-HOD schools.   
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Dehaloo (2012) stated that there is a correlation between relationships with co-workers and job 
satisfaction, which is consistent with this finding. The finding is also consistent with Dotan 
(2007), who claimed that employees who have trust with fellow colleagues will have higher 
levels of job satisfaction. 
Question 15: Both schools showed favorable results.  This is indicated by a mean of 4.08 and 
above for both school types.  The educators (ex-Model C) were very satisfied (54%) with the 
relationship with their supervisors as compared to 34% in the ex-HOD schools. This is consistent 
with Govender (2013) who indicated that there was a correlation between relationship with 
supervisors and satisfaction in the workplace. The p value is 0.0445, as this is less than 0.0500 
this indicates that there is an association between these two variables. 
Question 16: This statement indicated the educators’ satisfaction with the teacher-learner ratio. 
The educators (ex-Model C) were very satisfied (47%) with the ratio as compared to 14% in the 
ex-HOD schools.  This is due to stricter quota limits in classrooms imposed by the former ex 
Model C schools or a higher percentage of teachers being employed in these schools. 
Question 18: This statement indicated the educators’ satisfaction with opportunities to learn.    
The majority of learners in ex-Model C schools (47%) were very satisfied with the opportunities 
provided to learn new things as compared to ex-HOD schools (15%) who were very satisfied. 
Question 20: This statement evaluated the satisfaction with the annual increments given.  31% of 
educators in the ex-Model C schools chose to be neutral on this topic, as compared to 18 % in the 
ex-Hod schools. Further 56% of educators in the ex-HOD schools were either very dissatisfied or 
dissatisfied with the annual increments as compared to 34% in the ex-Model C schools. This 
could be due to the percentage increase being less/in while with inflation thus not putting them in 
a better position from the previous year.  The p value is 0.021, as this is less than 0.0500 this 
indicates that there is an association between these two variables. This finding is inconsistent 
with Mustapha (2013) who stated that financial compensation had a positive association with job 
satisfaction. 
Question 26: This statement evaluated whether the schools allows for the experimentation of 
ideas.  The mean in ex-Model C schools is 2.72 as compared to 2.39 in the ex-Hod schools.   
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The respondents in ex-Model C schools (3%) disagreed with this statement as compared to 15% 
in the ex-Hod schools. 
Question 32:  This statement evaluated whether learners were enthusiastic and co-operative. The 
respondents in the ex-Model C schools were neutral (43%) as compared to the ex-HOD schools 
(49%) on this topic. 
In summary, educators in ex-Model C schools indicated more optimistic results as compared to 
the educators in ex-Hod schools. This is evident in all the statements forming part of this 
objective, as well as a higher mean as compared to the ex-Hod schools. Thus educators working 




Table 4.4: Data analysis for objective 4 
Q13                         Result 
Relationship with fellow colleagues Ex-HOD Ex-Model C 
VS 40% 57% 
Satisfied  49% 35% 
Neutral  8% 7% 
Dissatisfied  3% 0% 
Very dissatisfied 0% 0% 
Mean 4.25 4.50 
Std deviation 1.03 1.25 
Q14                            Result 
Relationship with supervisors Ex-HOD Ex-Model C 
VS 34% 54% 
Satisfied  47% 38% 
Neutral  13% 6% 
Dissatisfied  7% 1% 
Very dissatisfied 0% 0% 
Mean 4.08 4.46 
Std deviation 0.90 1.20 
Q15                           Result 
Teacher-learner ratio Ex-HOD Ex-Model C 
VS 14% 47% 
Satisfied  35% 25% 
Neutral  22% 15% 
Dissatisfied  23% 12% 
Very dissatisfied 6% 1% 
Mean 3.28 4.04 
Std deviation 0.49 0.94 
P value: 0.0445     
Q18                          Result 
Opportunities for learning new things Ex-HOD Ex-Model C 
VS 15% 47% 
Satisfied  56% 41% 
Neutral  22% 9% 
Dissatisfied  5% 3% 
Very dissatisfied 2% 0% 
Mean 3.77 4.32 
Std deviation 0.89 1.07 
Q20                          Result 
Annual increase increments Ex-HOD Ex-Model C 
VS 2% 10% 
Satisfied  23% 24% 
Neutral  18% 31% 
Dissatisfied  31% 27% 
Very dissatisfied 25% 7% 
Mean 2.46 3.03 
Std deviation 0.32 0.36 
P value: 0.021     
Q26                         Result 
The school allows the experimentation of ideas Ex-HOD Ex-Model C 
Agree  53% 75% 
Neutral  32% 22% 
Disagree 15% 3% 
Mean 2.39 2.72 
Std deviation 0.74 1.18 
Q32                          Result 
Learners are enthusiastic and co-operative Ex-HOD Ex-Model C 
Agree  15% 37% 
Neutral  49% 43% 
Disagree 36% 19% 
Mean 1.78 2.18 
Std deviation 0.33 0.48 
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4.3.5 Objective 5: Compare job satisfaction of state employed staff with governing body 
employed staff 
Objective 5 compared the job satisfaction of educators employed in governing body posts as 
compared to educators employed by the Department of Education.  The data has been presented 
in Table 4.5. Table 4.5 indicates the percentages, mean and standard deviation for each of the 
statements. 
I feel stressed with the workload allocated to me: This indicated that the majority of educators 
(43%) employed by the DOE  (Department of Education) feel stressed with the workload 
allocated to them as compared to 19% of the educators in GB (governing body posts). Despite 
this, educators were overall somewhat satisfied with their jobs.  This finding is in-consistent with 
Rodgers (2012) who claimed that increased job-related stress resulted in a decreased level of job 
satisfaction. The p value is 0.0024, as this is less than 0.0500 this indicated that there was an 
association between these two variables. The finding is however consistent with Rehman (2013), 
who stated that an increased workload/stress did not result in a decreased level of remuneration. 
Level of remuneration: This indicated that the majority of educators (50%) employed by the 
DOE  (Department of Education) were dissatisfied/very dissatisfied with their  remuneration as 
opposed to 10% of the educators in GB (governing body posts). The p value is 0.001, as this is 
less than 0.0500 this indicated that there was an association between these two variables. 
Staffs are often brought together for meetings and events: It was found that the majority of 
respondents for both DOE and GB (91% for both) agreed that there was collaboration, and that 
staff were brought together for meetings and events. 
Opportunities for promotion and advancement: This indicated the satisfaction with promotions 
and opportunities provided to schools. The educators employed by the DOE (37%) were satisfied 
as compared to 34% of educators in GB posts.  This find is consistent with Wan, Sulaiman, and 
Omar (2012) stated that if employees perceive opportunities for growth in an organisation to be 
fair, then they are more likely to be loyal to the organisation.  The educators were loyal as the 
majority has been employed for more than 16 years. This is also consistent with Pergamit and 
Veum (1989), who stated that if employees feel that there is a great chance of them being 




In summary, while educators employed in DOE posts showed higher levels of satisfaction for 
promotions and opportunities, the educators employed in GB posts showed more positive ratings 
overall as compared to their counterpart.  This indicates that educators employed in GB posts 




Table 4.5 Data analysis for objective 5 
Opportunities for 
promotion and 
advancement DOE GB 
VS 17% 20% 
Satisfied  37% 34% 
Neutral  25% 31% 
Dissatisfied  14% 15% 
Very dissatisfied 7% 0% 
      
Mean 3.43 3.60 
Std deviation 0.55 0.16 
Q19 Result 
Level of remuneration DOE GB 
VS 5% 14% 
Satisfied  24% 35% 
Neutral  21% 41% 
Dissatisfied  28% 10% 
Very dissatisfied 22% 0% 
      
Mean 2.51 3.31 
Std deviation 
 0.48 0.14 
P value: 0.001     
Q23 Result 
Staff are often brought 
together for meetings/events DOE GB 
Agree  91% 91% 
Neutral  6% 9% 
Disagree 3%   
      
Mean 2.84 2.97 
Std deviation 1.45 0.56 
Q27 Result 
I feel stressed with the 
workload allocated to me DOE GB 
Agree  43% 19% 
Neutral  31% 46% 
Disagree 26% 35% 
      
Mean 2.22 1.85 
Std deviation 
 0.59 0.15 




4.3.4 Objective 5: Identify what needs to be done to increase teacher job satisfaction 
Factors were identified to increase the level of job satisfaction amongst educators.  The results 
are presented in Table 4.6.  
Table 4.6: Data analysis for objective 6 
Q30 Result 
There is an adequate level of support given 
by the parents   
Agree  21% 
Neutral  40% 
Disagree 39% 
Mean 1.82 
Standard Dev. 0.20 
Q31 Result 
My position allows for an adequate work-
life balance   
Agree  34% 
Neutral  36% 
Disagree 30% 
Mean 2.04 
Standard Dev. 0.45 
Q34 Result 
There is sufficient support received from 
the governing body   
Agree  51% 
Neutral  34% 
Disagree 15% 
Mean 2.36 
Standard Dev. 0.69 
Q35 Result 
Co-operation is received from  staff 
members   
Agree  55% 
Neutral  37% 
Disagree 8% 
Mean 2.47 




The data has also been represented graphically in Figures 4.
Figure 4.1 More than 1/3 of the respondents (39%) disagreed that that there was no adequate 
level of support provided by parents.
 
 
Figure 4.2 More than 1/3 of the respondents 
for a work life balance, while 34% agree
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Figure 4.3 The respondents (51%) 
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In summary, if parents increase the support given to schools, this will in turn increase the level of 
job satisfaction.  Parents can provide support by being actively involved in schools meetings, 
supporting charity events, provide assistance when required etc. A small percentage of 
respondents agree that there is an adequate work-life balance in schools. The Department of 
Education can decrease workloads by reducing the administration tasks of educators. The 
majority of the participants do agree that adequate support is provided by the governing body 
(51%), however more support should be provided which can in turn increase the level of job 
satisfaction.  
In the questionnaire, educators’ were given the opportunity to list their suggestions in order to 
increase the level of job satisfaction. Of a sample size of 155 respondents to this survey, 36 
respondents provided suggestions to this statement. The most common suggestion is to increase 
the level of remuneration. Other suggestions included smaller class sizes, decreasing the 
workload allocated to teachers, a reduction in administrative tasks and an increase in the level of 
professional development provided to teachers. 
4.4Summary 
In this chapter, the results of the questionnaire were presented. The results of the survey were 
evaluated and discussed.  
The data has been depicted in tabular and statistical formats. The results of the questionnaire 
have identified important relationships and differences between the variables. 
The majority of respondents have selected positive ratings to most of the statements. Educators 
working in the ex-Model C schools are more optimistic with their ratings than educators 
employed in DOE schools. Further educators in governing body posts have also selected positive 
ratings compared to their DOE counterparts. The majority of respondents did agree that they are 
not satisfied the remuneration. 
The next chapter provides the conclusions of the study; suggestions to increase the level of job 






CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction 
This research study evaluated the level of job satisfaction of teachers in the Durban central area. 
The objectives of the study were to establish whether teachers are satisfied in their jobs, compare 
job satisfaction in ex House of Delegates school with ex-Model C school, compare job 
satisfaction of state employed staff with governing body employed staff, determine what factors 
contribute to job satisfaction/dissatisfaction and to identify what needs to be done to increase 
teacher job satisfaction. 
 
A questionnaire using the Likert scale was issued to the target population. There were three 
sections in the questionnaire, namely, demographic, work environment and an ‘Other’ section. 
The study indicated that teachers are somewhat satisfied with the level of job satisfaction in their 
schools. Teachers indicated their dissatisfaction with remuneration and the increase in workload. 
5.2 Summary of findings 
Of a total population of 228 teachers, 155 respondents answered this survey. This represented a 
completion rate of 68%. The data indicated that the majority of educators in the Durban central 
area were Female.  Further 50% of respondents had over 16 years of teaching experience, thus 
indicating a high level of loyalty in the profession. This is also correlated by the fact that the 
majority of respondents are 40 years and older. The findings also indicated that 84% of the 
respondents were teachers while 10% were Heads of Department. The findings will be further 





5.2.1 Determine what factors contribute to job satisfaction 
Most of the respondents were very satisfied/satisfied with the recognition received for work done 
(48%) followed by 28% that was neutral on this topic.   
Further 24% of the respondents were very dissatisfied/dissatisfied with the recognition received. 
The satisfaction with the relationship with learners was evaluated; it was found that the majority 
of respondents are either very satisfied/satisfied (43%) with this. One reason is the high level of 
discipline imposed by the schools.  
The following has been identified to increase job satisfaction: Increase in resources, recognition 
of work done, joint decision making opportunities. Remuneration is also a factor which will be 
discussed in the next paragraph. 
5.2.2 Establish whether teachers are satisfied in their jobs 
Most of the respondents (45%) have not considered leaving their jobs, while 23% were neutral 
and 32% have agreed that they have considered leaving their job.  In evaluating the satisfaction 
with the workload allocated to teachers, it was found that 67% were satisfied/very satisfied with 
the workload while the balance was not.  This can be due to an increase in administrative tasks.   
In evaluating whether teachers were satisfied in their jobs, it was found that 89% were either 
very satisfied with their jobs or somewhat satisfied.   
Based on this one may conclude that overall, the majority of teachers are content with their job.  
The remaining population, i.e. 9% was somewhat dissatisfied with their job or very dissatisfied 
with their job (2%).   
5.2.3 Compare job satisfaction in ordinary schools with ex-model C schools 
The educators in the ex-Model C schools are very satisfied (57%) with the relationship with 
fellow colleagues as compared to 40% in the ex-HOD schools. Based on this, one can ascertain 
that educators in ex-Model C schools have better working relationships with co-workers.  The 
satisfaction with the teacher-learner ratio was also evaluated; it was found that educators in ex 
Model C schools were very satisfied (47%) with the ratio as compared to 14% in the ex-HOD 
schools.   
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Overall, all the questions linked to this objectives indicated higher satisfaction levels as 
compared to the responses from ex-Hod schools.  Based on this information, educators in ex 
HOD  schools show lower satisfaction levels as compared to ex-Model C schools. 
5.2.4 Compare job satisfaction of state employed staff with governing body employed staff 
Most of the respondents (43%) employed by the DOE  (Department of Education) feel stressed 
with the workload allocated to them as compared to 19% of the educators in GB (governing body 
posts).  In addition 50% of educators employed by the DOE are very dissatisfied/dissatisfied 
with their remuneration as opposed to 10% of the educators in GB. 
While educators employed in DOE posts indicate higher levels of satisfaction for promotions and 
opportunities, the educators employed in GB posts indicate more positive ratings overall as 
compared to the counterpart.  In summary, this indicated that educators employed by the state 
show lower satisfaction levels as compared to educators employed by the governing body. 
5.2.5 Recommendationsto increase the level of job satisfaction 
In addition to increasing the level of support from parents, maintaining an adequate work life 
balance, co-operation from staff member etc, the following have been identified to increase job 
satisfaction as per the feedback from Question 36. 
5.2.5.1 Remuneration 
The remuneration package of educators has been identified as low and should be increased; this 
can take the form of better housing allowances, the implementation of a performance bonus 
system etc.   The education system should also be changed so that it can provide opportunities 
for educators to study abroad, with an incentive of a salary increase after completion of the 
course.  There should also be more opportunities for promotion, which can in turn increase the 
level of remuneration. The increases should be based on a minimum of inflation +2.5%. 
5.2.5.2 Teacher-learner ratio 
The teacher-learner ratio has been identified as high, which also results in increased workloads.  
These should be reduced to an acceptable level, e.g. 20 per class for quality education.  As a 




The workloads imposed for teachers are extremely high. One of the reasons is due to an increase 
in administrative tasks such as record keeping for Caps.  If the workload is decreased, then 
teachers can spend more quality time on educating learners rather than filling out paperwork. 
Teacher assistants can also be appointed, eg one assistant for every 2 educators. They can assist 
with the photo-stating, marking and preparation of worksheets. 
5.2.5.4 Resources 
-Data Projectors 
The school should provide more resources, eg data projector, smart boards. All computers should 
Wi-Fi enabled to allow easy access to the internet.   
-Sports facilities 
Further schools must have equipment for most sporting facilities, eg cricket, javelin etc.  Also 
swimming pools should be provided to encourage learners to exercise.  
-School grounds 
The school grounds should be large enough to encourage space for all kinds of sports, e.g. rugby, 
cricket, netball, squash. 
5.2.5.5 Relationship with supervisors 
Visits by supervisors should be more frequent, i.e. atleast once a month so that educators can 
discuss challenging sections.  Supervisor’s should come to school in an advisory capacity (for 
capacity building) in order to improve the level of education. Further regular meetings should be 
held with teachers to discuss latest trends in education. 
5.3Limitations of the study 
 
The data gathered in this study included six schools from the Durban central area. The research 
study therefore highlights the results in these schools and cannot be generalised to other schools 
as situational factors may differ.  
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There has also been limited research on job satisfaction in the education sector, for this reason 
the researcher has relied on literature in other industries. 
5.4 Suggestions for future research 
The research undertaken investigated the level of job satisfaction of teachers in the Durban 
central area. This study was limited to schools in the Durban central area; further research could 
extend to different suburbs, provinces, private schools, etc. This can also provide important and 
comparable information on the level of job satisfaction and ways to increase it. 
5.5Conclusion 
 
This study has evaluated the levels of satisfaction for different issues facing teachers. This study 
highlighted that teachers’ are somewhat satisfied in their job. The research objectives listed for 
this study have been met despite the limitations noted in this chapter. Education is the key to a 
nation’s future, and job satisfaction plays an important role in this. This study also provided 
direction for institutes like the Department of Education, in order to improve areas for both 
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Annexure 3: Questionnaire 
MBA Research Project 
Researcher: Varsha Ragha (072 372 9804) 
Supervisor: Prof Anesh Singh 031 260 2675) 
Research Office: Ms P Ximba 031-2603587 
 
 
I, Varsha Ragha an MBA student, at the Graduate School of Business and Leadership, of the University 
of KwaZulu Natal. You are invited to participate in a research project entitled:  Evaluating job satisfaction 
of teachers in the Durban central area.   The aim of this study is to:  Evaluate the level of job satisfaction, 
as well as provide recommendations to increase the level of job satisfaction. 
 
Your participation in this project is voluntary. You may refuse to participate or withdraw from the project 
at any time with no negative consequence. There will be no monetary gain from participating in this 
survey/focus group. Confidentiality and anonymity of records identifying you as a participant will be 
maintained by the Graduate School of Business and Leadership, UKZN.   
 
If you have any questions or concerns about completing the questionnaire or about participating in this 
study, you may contact me or my supervisor at the numbers listed above.   
 
The survey should take you about 10 minutes to complete.  I hope you will take the time to complete this 
survey.    
 
Section A: Demographic Information 
1. Gender 




1. Less than 20 years  
2. Between 20 and 29  
3. Between 30-39  
4. Between  40-49  years  
5. Between  50-59  years  
6. 60  years and older 
 
3. Number of years of service 
1. < 5 years  
2. 6-10 years  
3. 11-15 years  
4. 16-20 years  
5. Greater than 20 years 
 
4. Current Position 
1. Teacher  
2. Head of Department  










1. Department of Education  
2. Governing body post 
 
6. Race 
1. African  
2. Coloured  
3. Indian  
4. White 
 
7. Employment type: 
1. Permanent  
2. Temporary  
3. Part time  
4. Substitute 
 
8. My highest teaching qualification is: 
1. Teaching certificate  
2. Teaching Diploma  
3. Bachelors Degree 
4. Honours  






9. I am: 
1. Very satisfied with my job  
2. Somewhat satisfied with my job  
3. Somewhat dissatisfied with my job  
4. Very dissatisfied with my job 
 
 








10.1 Class room conditions 
❏ ❏ ❏ ❏ ❏ 
10.2 Resources provided, eg projectors etc 
❏ ❏ ❏ ❏ ❏ 
10.3 Sports facilities 
❏ ❏ ❏ ❏ ❏ 
10.4 School grounds 
❏ ❏ ❏ ❏ ❏ 
11.  Opportunities for promotion and advancement 
❏ ❏ ❏ ❏ ❏ 
12.  Workload allocated to me 
❏ ❏ ❏ ❏ ❏ 
13.  Relationship with fellow colleagues 
❏ ❏ ❏ ❏ ❏ 
14.  Relationship with learners 
❏ ❏ ❏ ❏ ❏ 
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15.  Relationship with supervisors 
❏ ❏ ❏ ❏ ❏ 
16.  Teacher-learner ratio 
❏ ❏ ❏ ❏ ❏ 
17.  Gratification from educating learners 
❏ ❏ ❏ ❏ ❏ 
18.  Opportunities for learning new things 
❏ ❏ ❏ ❏ ❏ 
19.  Level of remuneration 
❏ ❏ ❏ ❏ ❏ 
20.  Annual increase increments (remuneration) 
❏ ❏ ❏ ❏ ❏ 
21.  Recognition received for work done 




Please mark whether   you agree/disagree or are neutral on the statement below. 
 
 Agree  Neutral  Disagree 
22.  I am  familiar with the vision and mission of the Department of 
Education ❏ ❏ ❏ 
23. Staff are often brought together for meetings/events 
❏ ❏ ❏ 
24.  I am satisfied with the level of support given by my superiors 
❏ ❏ ❏ 
25. I have considered leaving my job 
❏ ❏ ❏ 
26. The school allows the experimentation of ideas 
❏ ❏ ❏ 
27.  I feel stressed with the workload allocated to me 
❏ ❏ ❏ 
28. There is teamwork and collaboration in my school 
❏ ❏ ❏ 
29. There are joint decision making opportunities in my school 
❏ ❏ ❏ 
30. There is an adequate level of support given by the parents 
❏ ❏ ❏ 
31. My position allows for an adequate work-life balance 
❏ ❏ ❏ 
32. Learners are enthusiastic and co-operative 
❏ ❏ ❏ 
33.  Security provided at school is adequate 
❏ ❏ ❏ 
34. There is sufficient support received from the governing body 
❏ ❏ ❏ 
35. Co-operation is received from  staff members 
❏ ❏ ❏ 
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